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Through study of this topic group members will:
	Develop further knowledge and understanding of how excellent practitioners have exercised their vision and values in practice
	Explore the values and beliefs group members hold that relate to their role
	Consider how the whole social inclusion agenda is founded upon a set of values about how people should relate to each other and the implications of this for individual leadership styles
	Explore what a school or organisation would look like if it were founded upon agreed and person-centred values and beliefs and to start to think about how to move an organisation towards an even more socially inclusive agenda












The study of this topic will help you to reflect on how you:
	Develop policy which is embedded in practice 
	Challenge stereotyped views and promoting a positive view for behaviour and attendance 
	Work together to develop a shared vision 












The study of this topic will help you meet the following learning outcomes:
At level 3 
Unit 3.1
3.1.2	Describe the vision and values inherent in a person-centred approach to whole school/setting management
3.1.3	Describe the personal values and beliefs which could affect a person-centred approach to behaviour and attendance
3.1.4	Describe the role of the specialist team leader of behaviour and attendance  

Unit 3.2
3.2.1	Describe different leadership styles and concepts and how they impact on the actions of others 

Unit 3.3
3.3.1	Describe how personal values and beliefs can affect leadership of behaviour and attendance
3.3.2	Explain the importance of having shared values and beliefs in leading improvements in behaviour and attendance















4.1.2	Explain how the vision and values inherent in a person-centred approach can impact on a whole school/setting management and improvement policy
4.1.3	Analyse the impact of personal values and beliefs and how they could be influenced to be more person-centred and inclusive
4.1.4	Evaluate and explain the ethos and values of own environment, including the wider community, and consider what needs to be done in order to implement a more person-centred, inclusive approach to behaviour and attendance

Unit 4.2
4.2.1	Evaluate different leadership styles and concepts and how they can be used to bring about change
4.2.2	Analyse the impact of selected leadership styles on individuals in a range of contexts
4.2.3	State their own leadership styles and describe their effectiveness in different situations 

Unit 4.3
4.3.1	Analyse how personal values and beliefs can impact on leadership of behaviour and attendance
4.3.2	Evaluate the importance of having shared values and beliefs in leading improvements in behaviour and attendance
4.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community
4.3.4	Analyse the ethical principles and values that have been identified as underpinning good practice in working with children/young people relating to behaviour and attendance
4.3.5	Analyse the values and beliefs of the community in which they work

You will want to share this information with the group


Links to national behaviour and attendance strategies
The Behaviour and Attendance Strand of the National Strategy for School Improvement
The Primary National Strategy has produced a wide range of materials with a focus on promoting a positive whole-school ethos and learning environment.  You will find the range of behaviour and attendance continuing professional development materials and the widely valued SEAL (social and emotional aspects of learning) particularly relevant to this topic.
NPSLBA study materials are linked in content to a range of the Secondary National Strategy continuing professional development materials, including the audit and self-review tools for auditing behaviour and attendance in secondary and middle schools.   
You might like to draw attention to the known links between well developed social emotional and behavioural skills and learning when working with the group on how ethos, values and beliefs impact on the modelling of these skills in educational settings.
Every Child Matters, DCSF Five-Year Strategy 
The Every Child Matters agenda sets out the five outcomes for every child and young person.





	Making a positive contribution
Attendance   
Poor attendance at school and in other settings arises for many reasons, some of which relate to the vision and leadership skills of those in influential positions.  Some children and young people can find themselves within environments which do not meet their needs, where they feel no sense of ‘belonging’ or that they have anything to contribute.  A specialist leader has the opportunity to promote and to develop a positive learning environment.
Anti-bullying   
The DCSF, through the anti-bulling strand is working hard to help schools create a climate in which bullying is unacceptable and children and young people feel safe. This has secured a broad consensus, with all the teaching associations and national Anti-bullying Alliance signing up to these principles. The DCSF is encouraging commitment to creating an environment in which the vision is to develop the ethos, values and beliefs that result in a community which is respectful, inclusive and responds effectively to any bullying incidents.


Violence reduction in schools
The violence reduction in schools’ programme provides advice for schools and other educational settings to help promote a climate of non-violence and to respond to violent incidents in ways which prevent recurrence. It makes explicit references to the behaviour and attendance strands of the National Strategies and is supported directly by NPSLBA study materials. It can be found at: www.teachernet.gov.uk/wholeschool/behaviour/violencereduction/
behaviour4learning.ac.uk 
This website has been developed by the TDA with the specific aim of enhancing the knowledge and skills of those in training. The website has a wealth of relevant materials and resources.












1a	Creating an ethos for social inclusion
2ab	Leadership in behaviour and attendance 
2c	Teaching social, emotional and behavioural skills
2e	Inducting new staff in behaviour and attendance
2f	Leading professional development in behaviour and attendance 
2h	Leading professional development in social, emotional and behavioural 			skills
2i	The school-based mentoring of teachers in training
2j	The role of senior leadership in managing behaviour and attendance improvement
2k	The management of provision for individual needs











Previous session	 	Review of intersessional activities		10 minutes

Overview 	Developing and implementing a vision for 
behaviour and attendance					10 minutes




Activities								1 hour 45 minutes
		1.	Values and best practice				
		2.	‘Selling the vision’, ‘walking the talk’,	




Selecting intersessional activities		20 minutes 

Forward look		  5 minutes 

  				       			  Total time 2 hours 30 minutes
Overview		
This topic provides an opportunity to consider those factors that are important for specialist leaders in developing and implementing a vision for behaviour and attendance. The preparatory reading presents some of the values and beliefs held by inspirational leaders.  Group members will start to understand the leadership skills that are involved in being able to ‘walk the talk’. Activity 1 provides an opportunity to explore how effective leaders have exercised their vision in practice. Activities 2 and 3 explore leadership styles in more detail.
The intersessional activities provide further opportunities for embedding learning from the session so that group members develop both a personal vision for behaviour and attendance and the skills to develop this in their own workplace.

You could use slide 3 to introduce the session 


Preparing to lead the session

To do before the session	Check
Familiarise yourself with the content, session leader notes and delivery methods for this topic. You will want to adapt the materials to suit the needs of your group	
Prepare the necessary resources	
Arrange any visitors or speakers as necessary	
Ensure that the group has access to the pre-reading prior to the session	
Ensure that the group has access to the intersessional activities prior to the session	
Ensure that the group has information regarding when and where the session will take place. You may already have provided this in the forward look at the previous session	
During the session
Complete the attendance record and send to your Regional Coordinator	
The previous session leader will review intersessional activities from the earlier topic	
Focus the attention of the group on the key questions that will help them gain most benefit from the session. 	
These questions will also help focus reflection in the reflective log	
Introduce the activities and take feedback	
Review the learning	
Lead the group in a discussion about the intersessional activities and ensure they understand the options. 	
Encourage group members to reflect on each section of the ‘Framework for evaluating options’ and to complete the section ‘My next three steps are…’	
Ensure the group complete and return the session feedback form to your Regional Coordinator	
Follow up	
Collate and distribute any material that you have agreed to circulate	
Reflect on your role as session leader in your reflective log	






Data projector and screen or interactive whiteboard	
Presentation slides	






Resource A	Extract from Reverand Trumbore’s Sermon 	
Resource B	Margaret Gilvary’s ‘Statement of Beliefs’ 	




Resource A	The emotionally intelligent leader: checklist of competences	
Activity 3	









Review of intersessional activities







1.	Values and best practice 
2.	‘Selling the vision’ ‘walking the talk’ 







You might want to adapt these activities or use alternative materials to help you meet the particular needs of your group


Review of intersessional activities


Write each of the four headlines below on a large sheet of paper. Display these around the room. 

Read out the questions in full and allow the group five minutes to jot down their responses to each question on sticky notes. Ask group members to place each note under the appropriate heading.









































After 10 minutes move on to discuss the reading for this topic


Preparatory reading and reflection

Suggestions
Read and make brief notes on the preparatory reading and the additional reading resource materials listed below.  
Bring your notes with you to the study session.
Preparatory Reading Resource A 
Extract from Rev Trumbore’s sermon ‘Values and Beliefs’ - Samuel A. Trumbore September 29th, 1996. A full transcript is available at www.uumin.org/sam/ (​http:​/​​/​www.uumin.org​/​sam​/​​) 
Preparatory Reading Resource B 
Margaret Gilvary’s statement of beliefs. www.nape.org.uk/download/NAPE%20NEWSBRIEF%20AUTUMN2004.pdf
Preparatory Reading Resource C 
Steven R. Covey, ‘Principle-centred Leadership’, 1992 (1999), Simon & Schuster UK Ltd, London. How to maintain trust in an environment fuelled by controversy, chapter 31, ‘Principle-centred Learning Environments’ 

Questions for reflection and discussion
	What are the ways in which ‘visionary’ leaders turn vision into reality?
	What are your experiences of how vision is developed and implemented in your workplace?
























To enable group members to further develop their knowledge and understanding of how some leaders have exercised their vision and values in practice. 
Resources
Resource A 	 Video (23 minutes)
Prepare three sheets of flip chart paper headed ‘Behaviour’, ‘Attendance’, ‘Inclusion’
Suggestions
Prior to showing the video, emphasise to group members that the interview shown is provided as a stimulus for the topic and does not offer a ‘definitive’ view of what an effective vision should be for behaviour and attendance.
As they watch the video, ask group members to jot down what they find interesting in relation to the issues raised in developing and implementing a vision for behaviour and attendance.
After the video take brief feedback from the group on their initial thoughts.
Lead the group in identifying the interviewees’ ‘values’ and ‘beliefs’, link this to your own thoughts on the pre-reading.
What links between the values expressed in the video and the values expressed in the pre-reading are noted by the group?
Work with group members to identify and name the positive values and beliefs relating to behaviour, attendance and inclusion and to develop a shared language in relation to these values and beliefs.  Ask them to describe the importance of a shared language in their role as specialist leader.
Encourage group members to note the values and beliefs under the three suggested headings, on flip chart sheets, as they are identified and named.
Summarise key points from the discussion and note these on a flip chart for display.










To raise awareness of the implications of the social inclusion agenda upon the role of specialist leader and to consider its implication for styles of leadership. 
To encourage reflection on the leadership skills and qualities that are necessary in developing excellent practice in behaviour and attendance. To relate these skills and qualities to your own role within the organisation and to begin to articulate the first steps towards this ideal model. 
Resources 
Resource A	The emotionally intelligent leader: checklist of competencies
Suggestions
With reference to Resource A, group members should work in pairs for 10 minutes, then as a whole group.
Facilitate the group to identify and explore the common actions that influential leaders display when they are said to be ‘walking the talk’.
Demonstrating values and beliefs through actions
Think about the most influential leader (or employer) you have ever worked with (or for).
	How did they communicate their values and beliefs to you?  What specific actions did they take?  How did they behave?
	What is it they did to communicate their values and beliefs to others within and beyond the organisation? 
	In what ways did their clarity of values and beliefs help them maintain respect from colleagues even in challenging circumstances? 
Ask the group to work in pairs to discuss these questions (10 minutes). And to then share ideas as a whole group.
Lead a discussion to share and identify actions and behaviours demonstrated by influential leaders when they are ‘walking the talk’ (10 minutes).
Invite members of the group to reflect individually on the outcomes of this discussion for them in their role as specialist leaders.










To consider how the whole social inclusion agenda is founded upon a set of values about relationships and the implications of this for individual leadership styles.
To encourage group members to explore the impact of embedding “principle centred leadership” within their organisation. 
Resources 
Resource A	Plus, Minus, Interesting (PMI) 
Group members will need the notes from the pre-reading for this activity.
Suggestions
Familiarise yourself with the notes on the construction of a PMI. You may wish to practice this activity yourself if it is a new experience for you.
Ask the question: ‘What can we learn from the pre-reading resources that can inform leadership behaviours for behaviour and attendance?’
Use the flip chart to record practical outcomes from the discussion. Encourage group members to make their own notes for reflection and to support work they may do in their intersessional activity.
Explain to the group the suggestions for completing a PMI and hand out Resource A.
Paired activity:
Using the notes they made on the preparatory reading, group members should undertake a PMI in pairs, focusing on the question on the flip chart: 
‘What can we learn from this article that informs key leadership behaviours for behaviour and attendance?’
Group discussion:
In line with the leadership emphasis in this programme, facilitate a discussion focusing on the practical implications from these articles for the way behaviour and attendance leaders can operate effectively.
Encourage group members to note any practical leadership behaviours that will help them in their work to improve and maintain good behaviour and promote full attendance. 












What has been the key learning for individuals? 







What aspect(s) of their practice, as a leader, will change as a result of studying this topic and participating in this session?











































3.	Investigating the organisation’s vision by observing 



























For group members to experience and practice using theoretical models to extend their thinking, particularly with regard to the inclusion of children and young people who experience social, emotional, behavioural or attendance difficulties.
Audience			All group members
Use of expert			You do not need to involve an expert
Short-term 			8 hours
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience	
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
Select an educational theorist from the reading resources, or one of your own choice.  Develop a brief discussion document that focuses on these ideas in relation to the practicalities of developing and implementing a vision for behaviour and attendance.
You will want to ensure that the text/writer you choose is relevant to current thinking and has application to the ideas within this material. It is recommended therefore that you choose from the authors/texts named within the recommended reading for this material, however, you are free to extend this list and to make your own choice.
You will want to make this activity of practical use: you may wish to place any practical ideas within a real context or framework.
It would be helpful if your thinking could be used by your organisation to help them to develop a values-based approach to behaviour and attendance. The more practical your findings are in terms of ‘what to do’ or ‘this is what you would see’ the better. You may wish to circulate this document amongst colleagues and to elicit their comments or thoughts.
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.
Outcomes
Communication of your document (based on your research), to management teams.  You are looking for real change which can affect practice at any level or to any depth, but the change should be sustainable.




Discussion document that analyses theoretical ideas in relation to the practicalities of developing and implementing a vision for behaviour and attendance.
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.2	Describe the vision and values inherent in a person-centred approach to whole-school/setting management
3.3.3	Describe the ethical principles and values which have been identified as relating to behaviour and attendance, and how they underpin good policy and practice in working with children/young people
Level 4
4.1.2	Explain how the vision and values inherent in a person-centred approach can impact on a whole-school/setting management and improvement policy
4.3.2	Evaluate the importance of having shared values and beliefs in leading improvements in behaviour and attendance






Intersessional Activity 2 

Transferring good practice from one context to another
Purpose 
To provide group members with an opportunity to practice the leadership skills of negotiation, compromise and communication within their own professional context. 
To engage with the process of influencing practice. 
Audience				All group members
Use of expert			You do not need to involve an expert
Short-term	8 hours, potential to turn into longer-term activity based upon outcomes
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
Within your local context consider the question:
‘How can good practice be transferred from one context to another?’
You may want to prepare a presentation to a group of colleagues exploring the variety of inclusive practices in the education system as a whole. Then lead a discussion that relates this variety of practice to your own place of work.
With a small group of colleagues, you could identify what you all perceive to be examples of best practice in behaviour and attendance from within your organisation. You may then consider ways that the organisation could use these examples to inform and develop practice across and beyond the organisation as a whole.
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.
Outcomes
In your organisation you will have:
Researched the variety of inclusive practices
Led a discussion with colleagues
Identified best practice within your organisation (linked to behaviour and attendance) and mapped the skills/expertise/methodology already being successfully used onto a current problem or issue




A reflective record or planning journal for the processes you employ to engage with and motivate colleagues or plan for action. 
An action plan for change within your organisation.
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.3	Describe the personal values and beliefs which could affect a person-centred approach to behaviour and attendance
3.3.1	Describe how personal values and beliefs can affect leadership of behaviour and attendance
3.3.2	Explain the importance of having shared values and beliefs in leading improvements in behaviour and attendance
Level 4
4.1.2	Explain how the vision and values inherent in a person-centred approach can impact on a whole school/setting management and improvement policy
4.1.3	Analyse the impact of personal values and beliefs and how they could be influenced to be more person-centred and inclusive
4.2.1	Evaluate different leadership styles and concepts and how they can be used to bring about change
4.2.3	State their own leadership styles and describe their effectiveness in different situations 
4.3.1	Analyse how personal values and beliefs can impact on leadership of behaviour and attendance
4.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community

Intersessional Activity 3 

Investigating the organisation’s vision by observing 
the experiences of a child or young person
Purpose 
To help the group develop understanding of how vision is translated into practice. To undertake an observation focusing upon the implications for inclusion of children and young people who display difficulties in behaviour and attendance as part of an investigation of a vision or mission statement. 
Audience	Staff based in mainstream schools or in specialist provision
Use of expert			You do not need to involve an expert
Short-term				8 hours
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
Take the vision or mission statement for a school or organisation within which you have a role, and keeping a focus upon positive values and beliefs which support inclusion:
	Take note of how accessible this statement is to all users (staff, children and young people, community) 
	Identify, through conversations, questionnaires or face-to-face interviews, what this vision means to a random sample of adults, children or young people. Particularly question this understanding in relation to values and beliefs 
	Clarify what, for the school community, the vision or mission statement would look like if it was fully implemented, i.e. what would people see, hear or feel 
	In whatever way possible, observe a child or young person in a variety of contexts within your workplace and at different times of the day. Make observations of where the vision appears to be working and where any gaps lie. Base your observations on following a child or young person who is experiencing social, emotional, behaviour or attendance difficulties. Ask yourself how well the setting lives up to its intentions 
	An ideal scenario would entail a one-day observation where you follow a class with a particular focus on the experiences of one or two children or young people. It is important that the children or young people themselves, and the class as a whole do not know the purpose of your observations. To do this effectively requires that you communicate (before the day), with all staff involved as to the nature and intentions of your work 
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.

Outcomes
Note and discuss your ideas for closing any perceived gap between vision and practice. For example this may result in working with a group of colleagues to revise the mission statement and ensure that it is shared by all.
Reporting 
Using the evidence you have gained, prepare a feedback presentation of your findings and suggestions to a range of senior colleagues.
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.2	Explain how the vision and values inherent in a person-centred approach can impact on a whole-school/setting management and improvement policy
3.3.2	Evaluate the importance of having shared values and beliefs in leading improvements in behaviour and attendance
3.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community
Level 4
4.3.2	Evaluate the importance of having shared values and beliefs in leading improvements in behaviour and attendance








To encourage group members to reflect on the relationship between an individual’s values and beliefs and those that may be espoused by an organisation.
To invite group members to further clarify the distinction between values and beliefs. 
Audience				All group members
Use of expert			You do not need to involve an expert
Short-term				8 hours
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
Reflect on your experiences from Activity 1.
Group members should begin to identify and name positive values and beliefs in relation to behaviour, attendance and inclusion, and be beginning to develop a shared language in relation to values and beliefs and how this relates to their role.
Identify what for you, would be the core values necessary to underpin best practice in promoting good behaviour and attendance. Consider what, for your organisation, represents its espoused core values. 
What differences, if any, are there, going beyond the personal and considering the organisational context? 
Considering the Reverand Trumbore’s view that values are things we aspire to but not necessarily always apply, can you prioritise your list by ranking them from most important to least important?
Describe the personal and professional implications for you, as specialist leader, of the outcomes of your reflections.
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.
Outcomes
A comparative, prioritised list of personal compared with organisational values will be drawn up.
The list used as a brief discussion document and shared with a group of colleagues.
In the light of this discussion any modifications made to your original list of values.




List of values prepared  along with a reflective log considering the process you engaged in to prepare this list and the outcomes you sought to achieve through discussions with colleagues 
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.3	Describe the personal values and beliefs which could affect a person-centred approach to behaviour and attendance
3.3.1	Describe how personal values and beliefs can affect leadership of behaviour and attendance
Level 4
4.2.1	Evaluate different leadership styles and concepts and how they can be used to bring about change
4.2.2	Analyse the impact of selected leadership styles on individuals in a range of contexts
4.2.3	State their own leadership styles and describe their effectiveness in different situations 
4.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community




Intersessional Activity 5 

Developing your own leadership skills by helping others to 
review and develop theirs
Purpose 
To enable group members to explore with colleagues the values and beliefs they hold that relate to their role.
To provide an opportunity for group members to develop their role as a specialist leader and to consider the implications for their own leadership styles. 
To offer group members the opportunity to work with colleagues who have leadership responsibilities and to explore how effective they feel as leaders.
Audience			Staff in all educational settings
Use of expert			You do not need to involve an expert
Short-term				Short-term 
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
You will need Intersessional Activity 5 Resource A Questions.
Form a small group of interested and supportive colleagues who have leadership roles at different levels within your organisation.
Ask people to work in pairs, to take it in turns (15 minutes each) in leading each other through the set of structured questions on Resource A. (Ensure that at each point, each person encourages their partner to articulate their thoughts in as much detail as possible.)
This is most easily achieved by asking ‘open’ questions. Open questions encourage people to expand on what they say. Examples of open questions are: ‘What else?’, ‘What would that look like?’, ‘Who else would notice?’, ‘Tell me more about that?’, ‘What would the children or young people notice?’, ‘How did you do that?’
You will find more information on questioning in the Session Leader Guide.
Based on all that you have heard in the discussion take time to consider what implications there might be for you in your role as specialist leader.
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.
Outcomes
Session with colleagues completed, feedback obtained and analysed.






Notes on your own development intentions
Notes from your conversation with senior colleagues
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.3	Describe the personal values and beliefs which could affect a person-centred approach to behaviour and attendance
3.3.1	Describe how personal values and beliefs can affect leadership of behaviour and attendance
3.8.5	Describe the role of team leader in enhancing the understanding of their team in the use of approaches and interventions for promoting positive behaviour and full attendance
Level 4
4.2.1	Evaluate different leadership styles and concepts and how they can be used to bring about change
4.2.2	Analyse the impact of selected leadership styles on individuals in a range of contexts
4.2.3	State their own leadership styles and describe their effectiveness in different situations 
4.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community




Intersessional Activity 6 

Involving the wider community in developing the vision and core 
values of your organisation
Purpose 
To enable group members to begin to explore with colleagues in their organisation ways in which the organisation’s vision and core values can be shared and shaped by the wider community.
To explore with the wider community the ways in which behaviour and attendance can be improved.
Audience				Staff in all educational settings
Use of expert			You do need to involve an expert, but you may find 						your local authority’s extended schools coordinator, 					or the local Children’s Fund a useful source of help
Short-term				Short-term 
Links to the learning process	Practical application										Feedback and reflection									Embedding the experience
Suggestions
Before you begin this activity you should meet with senior colleagues to agree protocols.
This activity involves doing a document search and interviewing a number of people to find out the core values underpinning their organisation, institution or group. So first you will need to put together a small group of colleagues from your setting. You will need to define the ‘wider community’. This is a phrase that is often used but can mean a whole range of different things. The part of the wider community you decide to focus on will depend to a large degree on your setting, different settings interact with different parts of the community. Careful selection will be especially important if you are working towards extending school status. In this case you should consider focusing on those organisations and groups that will help your setting deliver the core offer. In any case, developing a broader shared vision is an important factor in providing the integrated, child and young person focused services which lie at the centre of the Every Child Matters vision.
You may decide to focus on:
Local services: health visitors, youth and community services, local sure start and children’s centres, Connexions, social services, sexual health services, library services, leisure centres.
Community groups: faith groups, playgroups, sports clubs, parent/carer network, community and voluntary sector forum, Chamber of Trade.
Community Partnerships: Business community partnerships, local strategic partnership, children and young person’s strategic partnership (CYPSP), early years development and child care partnership (these will represent a range of organisations and services and be a useful starting point).
There will be many more that you will think of and come across from contacts.


Make contact with the organisation(s) or group(s) to arrange a meeting. Look at their documents especially for statements of entitlements or rights. These will often be a mixture of very general and fundamental values that everyone would be able to subscribe to more specific values. Be ready to share your own values as well as listening to theirs. It will be useful to discuss what these mean in terms in vision. So for example, everyone will agree that every child has a right to education, most will agree that every child also has the right to be included, but few would translate this into a vision where there is no exclusion from schools.
Bring these back, or better still bring back one or more representatives from the organisation you have contacted, to discuss with the group of colleagues how their vision links with your setting’s vision and values.
What new perspectives can other groups and organisations bring to elaborate on your values?
What are their implications for your setting?
What new perspectives can you bring to the other organisation or groups?
What visions can you share?
Can your setting work together with the other organisation to produce a shared vision?
Produce a report for your setting which indicates where your vision dove-tales with that of the other organisation or group, where there are potential areas of disagreement and any ways forward.
At the end of the intersessional activity you should meet again with senior colleagues to discuss the impact this activity has had within your workplace.
You should record the key points from this conversation.
Outcomes
Session with colleagues carried out.




Notes on your own development intentions
Notes from your conversation with senior colleagues
Accreditation
This intersessional activity offers the potential to help you meet the following learning outcomes, depending on the nature of the assessment chosen and the elements you choose to include in your evidence:
Level 3
3.1.3	Describe the personal values and beliefs which could affect a person-centred approach to behaviour and attendance
3.3.1	Describe how personal values and beliefs can affect leadership of behaviour and attendance
3.8.5	Describe the role of team leader in enhancing the understanding of their team in the use of approaches and interventions for promoting positive behaviour and full attendance

Level 4
4.2.1	Evaluate different leadership styles and concepts and how they can be used to bring about change
4.3.3	Explain how specialist leaders of behaviour and attendance can lead the development of a shared vision across the whole community
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Preparatory reading and reflection
While much has been written about leadership in non-educational contexts, including how leadership, at its most effective, generates a shared vision and ensures that the vision informs practice: within the sphere of education, there is little which specifically addresses this area. Consequently, there is even less which addresses how an applied vision might directly support inclusion and address the issues raised by poor behaviour and attendance. This is unfortunate for those in leadership roles in educational settings as many educationalists have suggested that a vision of what an organisation is seeking to be, helps settings operationalise their aspirations for inclusion. For example, Louise Stoll et al expressed a view about the absolute imperative of building a school culture built upon clear and shared values and beliefs leading to an identified vision of what the organisation is and what it aspires to be:
‘The heart of school culture is the deeper level of basic beliefs and values shared by those in the school.’ (2003 p.137, see reference)
The questions lay not in the truth of this statement but in the application. How does an organisation define its values and beliefs, translate them into a vision which has practical applications, and then communicate this vision to all those engaged with the organisation so that the net result is one of energy and purpose? 
This study topic assists group members to begin to explore both the issues and the leadership skills underpinning them within their own settings, and organisations. 
Michael Fullan writes about the importance of leadership in developing the kind of culture where values are paramount and where a vision statement is not merely something on paper but something seen in practice:
‘To go further we need to develop a new kind of leadership – what I call ‘system thinkers in action ...These are leaders who work intensely in their own schools, or areas or other levels, and at the same time connect with and participate in the bigger picture...’
‘The key to moving forward is to enable leaders to experience and become more effective at leading organisations towards sustainability...I define sustainability as the capacity of a system to engage in the complexities of continuous improvement consistent with the deep values of human purpose.’ (Fullan, p.2, Leadership and Sustainability Pre-tour reading paper, Ontario Institute for Studies in Education, May 2004, emphasis added) 
In addressing the focus of this topic, developing and implementing a vision for behaviour and attendance, it is vital that we begin to understand the language of values and beliefs, and the meanings these words have within our own context. The pre-reading section will help you make a start. The first two extracts give readers examples of what is meant by values and beliefs. Stephen Covey’s chapter goes on to describe the concept of principle-centred leadership and the relevance of developing and maintaining a common vision in educational settings.


Preparatory reading and reflection – Resource A

Extract from Reverend Sam Trumbore’s sermon – 
‘Values and Beliefs’ – September 29th, 1966
Permission granted for use by the Reverend Samuel A. Trumbore 07/08/07
‘...The good way to understand the difference between values and beliefs is to begin with an example. Most of us, I hope all of us, value truth telling and those who can be counted on to tell the truth. There are many good practical reasons why telling the truth is valuable in developing trusting human relationships. Even with strangers we are likely to fare better by telling the truth rather than a lie especially if that stranger wears a badge. But I hope we are all realistic enough to see that a belief in truth telling can, in unusual circumstances, get us or those close to us into a lot of trouble. The classic example ethics students like to debate is the case of answering your front door and being accosted by a visibly angry man shaking with rage and holding a loaded gun demanding to see your friend quietly reading a book on the back porch. Do you tell the honest truth? Do you lie? Do you evade the question? Do you collapse to the floor like a jabbering idiot? While we can heartily embrace the value of truth telling, it is relative to the life affirming and supporting context rather than an absolute commandment.
The difference between values and beliefs is important even though the words have significant overlap in meaning. Whereas beliefs are thoughts in which trust, confidence or reliance is placed without question, a value has within it a comparison of merit. Beliefs are absolute whereas values are relative and depend on the situation. The roots of the word value come from the marketplace evaluation of worth. In the free marketplace, people determine what has worth rather than conforming to an absolute or revealed standard. Value yields to supply, demand and quality. Values arise in the context of relationships and are related to this world. Values do not assume a theological context or unquestioning faith or reliance. Values are reflections of human desire, meaning and appreciation rather than extraterrestrial edicts.
While values are human-centred, they can certainly have a foundation in belief. The value of caring for others in one’s community can find much support ranging from self-interest by cultivating the good will of others to the Biblical commandment to love thy neighbour (sic). When we agree as a community to value caring for each other, we need not agree on the belief which supports that value. Part of the inspiration for this kind of approach comes from recognising the large pool of shared values promoted by the different world religions. The Christian and Jew need not argue about the value of human life even though they will fight bitterly about their beliefs concerning redeeming the human condition. Rather than focus on our differences in belief, we can collect together a set of life affirming and promoting values upon which we can agree to uphold together...’


Preparatory reading and reflection – Resource B

Margaret Gilvary’s ‘Statement of Beliefs’
Margaret Gilvary Headmistress (1949-1958) Embleton Road Infants School Southmead, Bristol






Preparatory reading and reflection – Resource C 

Steven R Covey, Principle-centred Leadership (chapter 31, 1999),
Simon and Schuster
‘How to maintain trust in an environment fuelled by controversy’

Consulting this chapter in the aforementioned book will help with your understanding of Developing and implementing a vision for behaviour and attendance.






Implementing a vision 
You will hear the following people talking about their vision for behaviour and attendance:
Moyra Healey			Advisor to the DfES on Learning Support Units (2004-2006)
Janet Sommers		Head teacher, Friars Primary Foundation School, 						Southwark, London
Colin Bell			Head teacher, South Leeds High School, Leeds

This video is available to download or on DVD from your Regional Coordinator

Activity 2 – Resource A


The emotionally intelligent leader: checklist of competencies
Adapted from Working with Emotional Intelligence. D. Goleman, Bantam Publishers 1998

The ‘emotional intelligence competencies’ essential for exceptional leadership:
Personal competence
Self-awareness
	Emotional self-awareness  the ability to read your own emotions and to appreciate their impact on your actions, reactions, and decisions 
	Accurate self-assessment  the ability to know your own strengths and weaknesses 
	Self-confidence  having a reasonable sense of self-worth and abilities
Self-management
	Emotional self-control  the ability to control emotions that are inappropriate 
	Transparency  being honest and trustworthy and having integrity 
	Adaptability  the ability to be flexible in changing situations 
	Achievement  the drive to meet inner standards of excellence 
	Initiative  being ready to act and seize opportunities 
	Optimism  the ability to see the positive in events 
	Social competence
Social awareness
	Empathy  the ability to sense others' emotions and to understand their perspectives 
	Organisational awareness  the ability to sense the politics and networks of the organisation 
	Service orientation  the ability to understand and fulfil the needs of clients and followers 
Relationship management
	Developing others  building others' abilities 
	Inspirational leadership  having a compelling vision to lead with 
	Change catalyst  the ability to initiate, manage and lead in a new direction 
	Influence  the ability to utilise persuasion 
	Conflict management  the ability to resolve disagreements 
	Teamwork and collaboration  the ability to build and guide teams 

Activity 3 – Resource A


Plus, Minus, Interesting 

PMI is an acronym developed by Edward De Bono.  He presents his example in his book Serious Creativity: Using the Power of Lateral Thinking to Create New Ideas by Edward De Bono (​http:​/​​/​www.amazon.com​/​exec​/​obidos​/​search-handle-url​/​104-2704966-7813554?%5Fencoding=UTF8&search-type=ss&index=books&field-author=Edward%20De%20Bono​) (Author) 













1.	On an imaginary scale of 1–10, where 10 is where you are performing as the best specialist leader in behaviour and attendance that you could be and 1 is the opposite, on an average day how would you rate yourself at the moment?

2.	If you were performing at or close to 10, what would your colleagues notice you doing? 

3.	Going back to the score you gave yourself in question 1 what would your colleagues notice you doing that would tell them you were not at 1?








Michael Fullan (2003) Change Forces With A Vengeance Routledge Falmer, London
	Asks how schools may regain a sense of balance between prescription and passion in chapter 2, ‘Moral Purpose Writ Large’. 
	Addresses the new nature of leadership for the 21st century school in chapter 7, ‘Leadership and Sustainability’ 
Neil Postman The End Of Education- Redefining the Value of School (1996), First Vintage Books, New York.
	Addresses the role of teachers in a changing society in ‘The Law Of Diversity’ chapter 8, p.143 ff. 
Social Inclusion – Secondary Leadership Paper 6 – NAHT July 2000 
Special Educational Needs Code of Practice 2001 – http://www.dfes.gov.uk/publications/ (​http:​/​​/​www.dfes.gov.uk​/​publications​/​​) 
Social Inclusion: Pupil Support – http://www.dfes.gov.uk/publications/ (​http:​/​​/​www.dfes.gov.uk​/​publications​/​​) 
The Salamanca Statement – www.unesco.org/education/educprog (​http:​/​​/​www.unesco.org​/​education​/​educprog​) 
Council for Racial Equality Guidance to Schools – http://www.cre.gov.uk (​http:​/​​/​www.cre.gov.uk​) 
Index for Inclusion – http://inclusion.uwe.ac.uk/csie/csiehome.htm (​http:​/​​/​inclusion.uwe.ac.uk​/​csie​/​csiehome.htm​) 
Human Values Foundation – http://www.ehv.org/ (​http:​/​​/​www.ehv.org​/​​) 
Louise Stoll, David Fink et al It’s About Learning and it’s About Time (2003), Routledge Falmer, London 
Creating an Inclusive School 2nd edition Edited by Richard A. Villa and Jacqueline S. Thousand by Mary A. Falvey, Christine C. Givner and Christina Kimm ASCD Publication
M. Fullan and A.Hargreaves What’s Worth Fighting for in your School? (1992) OUP, Buckingham 
Curriculum 2000 – DfES 1999 (Sections on Values and Inclusion) 
The full Convention on the Rights of the Child – http://www.unicef.org/crc/ (​http:​/​​/​www.unicef.org​/​crc​/​​) 
Guidance for Ofsted Inspectors – http://www.ofsted.gov.uk/publications/ (​http:​/​​/​www.ofsted.gov.uk​/​publications​/​​) 
Leadership and Management; What Inspection Tells Us, Ofsted, June 2003 HMI 1646 
Behaviour and Attendance – www.dfes.gov.uk/behviourandattendance (​http:​/​​/​www.dfes.gov.uk​/​behviourandattendance​)
Behaviour Improvement Programme (BIP) – www.dfes.gov.uk/behaviourimprovement (​http:​/​​/​www.dfes.gov.uk​/​behaviourimprovement​)/
Home/school agreements – www.standards.dfes.gov.uk/parentalinvolvement/
Improving Behaviour in Schools www.dfes.gov.uk/ibis/ (​http:​/​​/​www.dfes.gov.uk​/​ibis​/​​)
Professional development - www.teachernet.gov.uk/professionaldevelopment/ (​http:​/​​/​www.teachernet.gov.uk​/​professionaldevelopment​/​​)
Behaviour4Learning – the site of the Initial Teacher Training Professional Resource Network (IPRN) – www.behaviour4learning.ac.uk (​http:​/​​/​www.behaviour4learning.ac.uk​)
Help for parents - www.parentsonline.gov.uk (​http:​/​​/​www.parentsonline.gov.uk​)
Promoting the health and well-being of children and young people - www.doh.gov.uk (​http:​/​​/​www.doh.gov.uk​)
Children and young people at risk from permanent exclusion – www.dfes.gov.uk/exclusions/guidance/


Links to national materials


The Behaviour and Attendance Strand of the Secondary National Strategies
www.standards.dfes.gov.uk/keystage3/publications (​http:​/​​/​www.standards.dfes.gov.uk​/​keystage3​/​publications​)
Behaviour and Attendance Training Materials: Core Day 2 – Developing effective practice across the school 
Focusing on solutions
Developing staff skills to support children and young people
Creating a positive whole-school climate
Meeting specific staff training needs using development materials
Behaviour and Attendance Training Materials: Core Day 4 – Developing emotional health and well-being – a whole-school approach to improving behaviour and attendance 
Preparing the ground for the development of social, emotional and behavioural skills in secondary schools
Benefits of engagement to schools
What does an emotionally healthy school look like?
Leading an emotionally healthy school
Dealing with consistently poor behaviour in an emotionally healthy school
Guidance for senior leaders to support the use and implementation of training materials
Promoting emotional health and well-being through the National Healthy School Standard 

The Behaviour and Attendance Strand of the Primary National Strategies
www.standards.dfes.gov.uk/primary/publications/ (​http:​/​​/​www.standards.dfes.gov.uk​/​primary​/​publications​/​​)
Behaviour and attendance: an initial review for primary schools 
Booklet 1	Leadership and management
Booklet 2	Whole-school ethos and framework
Booklet 3	School organisation factors and the management and deployment of resources
Booklet 4	Continuing to improve the quality of teaching and learning through classroom level factors
Booklet 5	Pupil support systems
Booklet 6	Staff development and support

Developing and reviewing your whole-school behaviour and attendance policy 
Core principles, beliefs and values underpinning the behaviour and attendance policy
Key components of a behaviour and attendance policy
Promoting ownership of a behaviour and attendance policy
Promoting consistency of practice
Monitoring and reviewing a behaviour and attendance policy

Focusing on solutions: a positive approach to managing behaviour 
Building on success
Exception finding: when is success being experienced and how can we build on this?
Preferred futures
Rating scales: where are we now and how close are we to our desired solution?

Positive behaviour and the learning environment 
Influencing the environment
Exploring how the environment can promote behaviour for learning
Evaluating the physical environment

Working with colleagues on behaviour issues 
The emotional aspects of professional development on behaviour management issues
Working with staff with varied attitudes, beliefs and experience
Planning your delivery – structuring a session and identifying potential ‘hotspots’
Meeting your responsibilities and maintaining the focus

Relationships in the classroom 
The importance of establishing positive relationships with all children and young people
Building relationships where it is more difficult
The ‘relationship bank’ – building relationships with those hardest to reach
Building a classroom community

Developing children’s social, emotional and behaviour skills: Guidance  
What are social, emotional and behavioural skills and what have they to do with learning?
Fostering the development of children’s social, emotional and behavioural skills in schools through a taught curriculum
The ‘caught’ curriculum: creating emotionally healthy schools
Reflecting on and sharing current practice

Classroom communication 
Introduction: types of communication
Barriers to effective communication
Communication that can create or reinforce negative behaviour
Communication that promotes positive behaviour
Optional additional activities: transparent communication, ‘I message

Behaviour in the classroom: a course for newly qualified teachers 
Creating a positive classroom context

Introductory training for school support staff
Behaviour management
Behaviour management module – Induction training for teaching assistants in Primary schools
Strategies and approaches for positive behaviour management
Effective practice in action

Behaviour management module – Induction training fro teaching assistants in Secondary schools
Strategies and approaches for positive behaviour management
Behaviour management in action
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